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Growing flexibility of labor market in recent years has rapidly increased the number of
non-standard workers. Unfortunately, most of these workers are subject to unfavorable
conditions in terms of wage and other working conditions. Little vocational education and
training programs are provided for the non-standard workers, thus leaving them in a
vicious cycle of unstable employment and unemployment. Supporting the development of
vocational competence of non-standard workers, therefore, is of great importance not only
for the promotion of productivity and career development of individual workers but also
for the enhancement of social equality and productivity of national human resources.
This study focuses on 1)description of the characteristics of non-standard workers,
2)analysis of the existing vocational education programs, 3)and development of supporting
programs and policies that best fit the conditions of non-standard workers.
This study takes the traditional approach which based on to worker's status categorizes
temporary and daily labor as non-standard labor. To be specific, it defines non-standard
workers as workers who are not categorized into regular workers in terms of employment
status, types of work services, and work time. According to this approach, there are
various types of non-standard workers: temporary workers employed for less than one
year, daily workers, dispatched workers, contract workers, etc. While there are some
questions of over- or under-estimation, it is largely viewed that the proportion of
non-standard workers of total labor force has steadily grown with the advance of
flexibility in labor market since 1990. The growth of non-standard labor is especially
noticeable since the economic crisis starting from 1997. It is estimated that temporary
and daily workers account for 52.4% of total labor force in 2000.
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The analysis of composition of non-standard workers shows that female workers,
workers with lower education, and unskilled workers occupy larger portion. In terms of
age, the greatest proportion of non-standard workers are in the 20s to 40s age group,
while the ratio of non-standard worker population in the total workforce of each age
group is highest in the teenage group and the 50s or older group. Among industries,
manufacturing, wholesales and retail trade, food and lodging, and construction industries
account for higher proportion of non-standard workers. In terms of occupation,
non-standard workers are concentrated in occupation that involve manual labor, sales
and/or service workers, and semi-skilled workers. The proportion of short-time labor
among non-standard workers is remarkably higher than that among regular workers. The
characteristics of non-standard workers in the manufacturing sector are parallel to those of
non-standard workers in general: a larger part of non-standard workers in the
manufacturing sector is distributed to lesser skilled jobs.
The legal and institutional measures for vocational training of non-standard workers in
Korea are not very well established yet. As non-standard labor became a social issue in
recent years, the government proposed an expanded aid program for vocational training of
non-standard labor in October, 2000. This proposal includes 1)expanded aid to employers
and workers during the training period, 2)extending the scope of eligibility for stipend
aid, 3)grant of training allowances to daily construction workers participating in programs,
4)research and development of appropriate job opportunities for temporary and daily
workers, and 5)modularization of training manual for non-standard workers. Most of these
projects, however, are still in the research and examination stage.
Most advanced countries, especially Germany and France, are coping with the
non-standard labor issue under the general guideline of 'equal treatment for regular and
non-standard workers'. Some countries operate special institutional systems for
non-standard labor on need base, e.g., Aid Center for Part-Time Workers in Japan.
Norway enforces a policy which allows educational leaves to part-time and temporary
employees. International Labour Organization (ILO) suggests, via Part-Time Work
Agreement and Part-Time Work Recommendation, equal treatment for regular and
non-standard workers, and development of appropriate measures to overcome the
limitations of vocational competence of part-timers.
The findings from the survey of non-standard workers and workplaces employing them
show that companies hire non-standard workers for 'a flexible utilization of simple task
labor' or for 'a flexible supply of labor according to demands and orders'. The employers
report that the most noticeable difficulties in hiring non-standard workers are their 'lack
of attachment', 'frequent entry and leave', and 'passive work attitude'. The survey also
shows that non-standard workers are more aged (40 years or older) than regular workers.
Although it is not very frequent, the survey notices some cases of transfer from
non-standard to regular labor. In terms of wage, temporary workers earn on average
73.8% of the wage of regular workers, part-timers 53.8%, and dispatched workers 78.5%.
The proportion of workers covered by the employment insurance is 44.9% for full-time
temporary employees and 6.9% for part-timers, which exhibits a huge drop from regular
workers' number.
The survey reveals that non-standard workers receive much less benefit of on-the-job
educational training than regular workers. For example, the average training hours spent
to acquire professional skills is 51.8 hours for regular workers, while it is just 20 hours
for non-standard workers. It is estimated that, among survey respondents, only 7-8% of
non-standard workers have taken educational training besides safety drills at their current
employment.
The methods of educational training are evenly distributed for regular workers:
on-the-job training is 30.5%, public commissioned training 29.5%, and private
commissioned training 16.8%. On the contrary, about 70% of the education for
non-standard workers is on-the-job training. The motivation for participation in the
programs is more by the direction of company (60%) than by voluntary request (40%).
The training expenses are found to be borne mostly by companies (86.1%). Regarding
the effectiveness of the educational programs, most workers answer 'satisfactory' (49.3%)
or 'average' (41.6%).
The percentage of respondents who wish to attend the educational training is about
35.2%, which shows that the desire for the programs is not very strong. However, most
workers, i.e., 70~83%, positively perceive the necessity of educational programs to
develop human relations, improve basic work competence, acquire professional skills, and
enhance cultural knowledge. The most desired types of educational training are those to
'improve current job competence' (54.9%), and to 'assist transfer to other occupations'
(27.9%). In terms of training methods, employers dominantly prefer on-the-job training.
On the contrary, workers desire 'public commissioned training' (31.9%), 'private training
institutions' (23.3%), 'on-the-job training' (20.7%), and 'training via internet or mail'
(10%). Most workers prefer 'training during work hours' and request some compensation,
e.g., training allowance, for lost income occurred while participating in the program.
Regarding the cost of training, workers expect a more active role of the government.
There are complicated issues in vocational competence development for non-standard
workers. First, the internal composition of 'non-standard workers' is very complex.
Second, the goals of the education and training programs are ambiguous. That is, it is
not always clear whether the programs are designed to support the transfer of workers
from part-time jobs to full-time ones, or to promote work productivity in current job
situations. Furthermore, there are other problems such as the lack of understanding of the
necessity and effects of vocational training of non-standard workers, ways to secure of
budget and time for the training, and compensation for the loss of wage due to training.
However, there are also reasons that make the vocational education program for
non-standard workers a great necessity. First, those programs can bring non-standard
workers, who have been left out of vocational development opportunities, into national
program for human resource development. Second, they advance the social equity of
vocational education projects. Third, they increase the functional flexibility of labor
market, and thus promote career development of individual workers, productivity of
corporations, and competitiveness of national human resources.
We propose that the vocational education for non-standard workers be promoted in
keeping with the following principles. First, all rights and supports given to regular
workers by the existing laws and institutions should be accordingly provided to
non-standard workers. Second, considering the huge gap that exists between regular and
non-standard workers, a priority, should be given to the latter in vocational training
projects. This can be implemented, for example, by setting a minimum quota of
non-standard worker participation in certain training projects. Third, considering the
internal complexity of non-standard workers, separate approaches should be applied
according to varying characteristics of target groups.
We propose that the vocational education supporting programs should aim to benefit
both workers and employers. Supports should be provided to employers when they
initiate the training programs within or outside the company. When workers themselves
seek the training for their productivity or career development, appropriate supports should
be provided to the individual workers. We suggest that employer-initiated training should
focus on the on-the-job training (OJT), and if necessary and possible, off-the-job training
(Off-JT). On the contrary, employee-initiated training for self-development or career
development are considered to be most efficient in off-the-job training projects. In both
cases, we highly recommend the application of work-associated training programs, i.e.
time-based educational training programs that combine vocational training with work
performance, or module training methods. Under current wage system, it costs
non-standard workers part of their income to participate in training programs. Thus, we
propose that an allowance program for the non-standard worker participants be introduced.
To be specific, we suggest that the vocational education supporting programs should
provide non-standard workers with allowances compensating part or all of lost income
while they participate in the employer-initiated program during work hours.
We propose that the budget for the vocational education supporting program be secured
from the employment insurance fund for the workers who are insured by the fund. We
suggest that the budget for the workers who are not insured be drawn from the general
account, quoting 'budget for human resource development of non-standard workers'. We
also recommend that all non-standard workers be covered by the employment insurance
as soon as possible. In addition, we propose the introduction of career development
planner program for non-standard workers to make the vocational training for those
workers more systematic. According to this program, career development planners process
a comprehensive evaluation of the individual's aptitude, ability, future plan, and
psychology to provide the workers with advice and guidance for their career
development.
For these supporting programs to be most efficient, the following policy projects
should be considered: First, labor market policy to narrow the gap between regular and
non-standard workers in terms of wage and work conditions, and thereby advance
equality in workplaces should be planned and implemented. Second, laws and regulations
on employment insurance should be amended in order to incorporate greater portion of
non-standard workers into the insurance program. For the non-standard workers who are
subject to the insurance programs but are not covered as yet, we recommend more active
exercise of authority by administrative offices. Third, at corporate level, we propose that
a more systematic human resource management for the non-standard workers, and
practices of formal employment agreements be developed. Fourth, we suggest that the
programs to encourage employees to participate in vocational development programs
should expand to cover non-standard workers who meet certain conditions. Fifth,
educational leaves and academic loans should be allowed, under certain conditions, to
non-standard workers who plan to take additional educational training outside the
company. Finally, policy should be made to promote social awareness of the necessity
and importance of vocational education programs for non-standard workers. It should also
assist the formation of social partnership among parties concerned.
